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Introduction
The interplay between job and life satisfaction has attracted considerable interest across a number of disciplines, including sociology, economics, management and organizational psychology. Such interest is driven by the quest for a better understanding of how individuals' well-being is affected by the interaction between their life and work domains. Judge and Watanabe (1994) have proposed a methodology to produce a systematic taxonomy and a quantifiable measure of the potential interaction between the two domains, which is based on self-reported job and life satisfaction scores. According to Judge and Watanabe (1994) , if job and life satisfaction are unrelated then this is evidence of segmentation between the work and life domains, in that job and life experiences are separated and display little or no related properties. Feelings and behaviour in one domain are not affecting behaviour and productivity in the other domain (Gupta and Beehr, 1981; Lambert, 1990) . If job and life satisfaction are correlated, then this is evidence of spillover or compensation effects between the two domains, depending on whether such a correlation is positive or negative. The spillover hypothesis implies that attitudes and practices developed in the life domain can spill over into the work domain and vice versa, as manifested by a positive correlation between job and life satisfaction. Killing time at work can become killing time in leisure or apathy at work can lead to apathy in family life (Wilensky, 1961) . A negative correlation between job and life satisfaction implies that compensation effects are present in situations where workers who are dissatisfied at work seek compensatory rewards outside work by decreasing involvement bs_bs_banner British Journal of Management, Vol. 23, 437-454 (2012) DOI: 10.1111 DOI: 10. /j.1467 DOI: 10. -8551.2011 in a dissatisfying role and increasing involvement in a more satisfying role (Lambert, 1990; Zedeck, 1992) . Judge and Watanabe (1994) test these three hypotheses, using data from the Quality of Employment Surveys for the USA, accounting explicitly for the fact that the form of the relationship between job and life satisfaction may differ across individuals.
In this paper, we use data derived from the European Values Survey (EVS) to re-examine the relationship between job and life satisfaction and to identify patterns of segmentation, spillover or compensation between the work and life domains across 30 European countries. To this end, we apply Judge and Watanabe's (1994) methodology, which accounts for differences in the relationship between job and life satisfaction across individuals, separately for each of the countries in our sample. But, beyond replication of the Judge and Watanabe (1994) study within a multi-country and cross-cultural context, we also adopt a multivariate regression approach to identify the factors affecting the relationship between job and life satisfaction and the propensity of individuals to belong to the segmentation group. A unique feature of the EVS data is that it provides information about respondents' views on secular and traditional values, which allows us to investigate whether attitudes towards religion, society and family life matter as determinants of the functional relationship between job and life satisfaction.
Such deeply engrained cultural values and beliefs have already been explored as powerful predictors of both job and life satisfaction (e.g. Georgellis, Tsitsianis and Yin, 2009; Lange, 2008 Lange, , 2009 Lange, , 2010 . Previous research in the subjective well-being arena has also acknowledged that the relationship between overall life satisfaction and other satisfaction domains, such as job satisfaction, may vary cross-culturally (Mallard, Lance and Michalos, 1997) . However, cultural values and beliefs have yet to feature prominently as potential determinants of the interaction between life and work domains. Lewis, Gambles and Rapoport (2007, p. 367) add that the interaction between life and work domains 'in diverse cultures masks an assumption that this is culture free'. To this end, this paper not only contributes to the growing body of research on work-life interaction and respective segmentation, spillover or compensation effects, but also explicitly addresses the empirical gap in the literature on the role of cultural values and beliefs as potentially important predictors of the relationship between job and life satisfaction.
Literature and theoretical background
The interaction between the work and life domains represents a complex and nuanced area of inquiry, which has attracted an enormous and often controversial literature. Although studies have identified and to some extent disentangled the determinants of the interplay between work and life satisfaction, it remains far from clear which conceptual framework best explains the processes through which work and life domains are linked.
Reviewing segmentation, compensation and spillover theories, for example, Lambert (1990, p. 239) observes that 'these processes are treated as competing explanations, even though evidence and logic suggests that all three operate to link work and family'. Lambert (1990) points to a series of studies that argue in support of either indirect influences of work and family life (behaviour or emotions at work, which are carried into family life) or direct effects (job demands, which directly impact on the ability to be involved or satisfied in family life). Interestingly, McNall, Nicklin and Masuda (2010, p. 381) note that, 'in the past, research on the work-family interface has focused on the negative connections between work and family life (e.g. work-family conflict, Greenhaus and Parasuraman, 1999) , largely ignoring the positive connections'. However, more recently and beyond the negative connections between work and family life a growing number of authors have added to the literature by reference to the positive connections of work-tofamily enrichment and family-to-work enrichment (e.g. Greenhaus and Powell, 2006; Hammer and Hanson, 2006; Hunter et al., 2010; van Steenbergen, Ellemers and Mooijaart, 2007) . What is more, positive spillover effects have already been explicitly linked to the work-family enrichment arena (Hanson, Hammer and Colton, 2006) .
In review of the literature, the discourse of both work-family conflict and enrichment clearly displays bidirectional characteristics. As such, it is also important to comment on the direction of the causal relationship between job and life satisfaction. If work satisfaction influences nonwork attitudes, then job redesign programmes 438
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to enhance job satisfaction will also improve workers' overall quality of life, which is not the case when the causality runs in the opposite direction. Nevertheless, empirical evidence on the causal relationship between job and life satisfaction is generally mixed. Chacko (1983) finds that job satisfaction causes life satisfaction, whilst Schmitt and Mellon's (1980) findings support the inference that life satisfaction causes job satisfaction. As Judge and Watanabe (1993) point out, the inconsistent results in these studies can be attributed to small samples and to the short time period between the longitudinal measurements which may have limited the validity of the causal inferences drawn. Judge and Watanabe (1993) find that job satisfaction and life satisfaction are positively and reciprocally related. Tail, Padgett and Baldwin (1989) provide one of the first metaanalyses of the relationship between job and life satisfaction pointing to the existence of a positive relationship between the two, but offering no clear evidence on the direction of causality. Finally, enrichment between work and family roles has also been shown to occur in both directions -family-to-work and work-to-family. A recent meta-analytical assessment suggests that 'the role from which enrichment originated was more strongly related to various outcomes than the role from which the enrichment was received, which is contrary to results in the work-family conflict literature' (McNall, Nicklin and Masuda, 2010, p. 392) . Although beyond the objective of this analysis, it reinforces our earlier notion that the interaction between work and family life is indeed a complex and nuanced area of inquiry. Turning our attention to this study's primary area of interest, our attempt to explore the impact of cultural values on job and life satisfaction interactions benefits from the ground-breaking work of Hofstede (2001) and, more recently in the economic psychology literature, Rojas (2007) , in that both authors have shown ways in which cultural conceptions can be empirically evaluated. Rojas's work employs conceptual-referent theory (CRT), which states that 'each person has a conceptual referent for a happy life -the conception or notion to which the term happiness refers to -and that this referent plays a role in the judgment of her life and in the appraisal of her happiness' (Rojas, 2007, p. 2) . What is more, CRT also highlights the importance of heterogeneity, in that cultural, social and upbringing factors lead people to a different conception of what a happy life is. The study's empirical findings raise important questions about the influence of factors such as culture, education, upbringing and social conditioning. Although different in typology and empirical approach, the conceptual similarities with Hofstede's work are easy to discern.
Hofstede's central hypothesis is that each culture provides the grounds for a different socialization of its members through a socioeducational process, causing 'value sets' or 'mental programmes', which are assumed to be culture-specific. These value sets are thought to impact on the way individuals in each culture perceive and interpret their surroundings, affecting and shaping their expectations, goals, beliefs and ultimately their behaviour in life, including their experiences and behaviours at work.
It follows that cultural groups with different 'mental programmes' hold different values, which lead them to frame experience (including workrelated experience and the latter's impact on behaviour in non-work life) in different ways. Not unlike Rojas (2007) and crucial to the present study, Hofstede argues that these cultural values can be empirically identified and assessed, which he attempts on the basis of four value dimensions or typologies differentiating national cultures: power distance; uncertainty avoidance; individualism; masculinity. Accepting these typologies, if such values can be measured, then access can be gained to and comparisons can be made between cultural differences. Hofstede's indices are based on answers given in IBM's international employee attitude survey program, for which between 1967 and 1972 approximately 116,000 questionnaires were obtained from 72 countries (Hofstede, 2001 (Halman and Draulans, 2006; Oosterbeek, Sloof and van de Kuilen, 2004) . Sociological scholars have also long been concerned with the impact of work on social life. So note Wilson and Musick (1997, p. 251 ) that 'Marx and Durkheim both believed that jobs have consequences for workers' lives outside the workplace, and subsequent research by Kohn, Wilensky, and others confirms that complex and self-directed jobs encourage social participation'. From early analyses (Wilensky, 1961) to the present (Grosswald, 2003; Snir and Harpaz, 2002) , contributions to the sociological literature include a number of influential studies that examine work-life relations by explicit reference to spillover, segmentation and compensation theories. However, although valuable and insightful in many ways most of these studies are based on national data sets with relatively small sample sizes, which make attempts to arrive at empirical generalizations a difficult task.
Data and methods
We use data for 30 countries from the 1999-2000 wave of the EVS. The EVS is a large-scale, crossnational survey on basic human values offering a rich source of secondary data on individual values and beliefs across Europe. Information was collected using a stratified multi-stage random sampling procedure taking into account the population size and/or degree of urbanization of the primary sampling units (e.g. statistical regions, districts, census units, electoral registers and central population registers) in each country. In all countries, samples were drawn from the entire population of 18 years and older, with no upper age limit imposed. In order to ensure the samples were representative of the population in respective countries, quota sampling methods were applied whereby quotas were assigned based on sex, age, occupation and region, using the census data as a guide to the distribution of each group in the population. Representative national samples of each country's population were then interviewed using uniformly structured questionnaires. Fieldwork for most of the European countries was carried out in 1999 using face-to-face interviews. After the fieldwork, data cleaning was carried out by the principal investigators in each country, Tilburg University, the Zentralarchiv in Cologne and JD Systems in Madrid. Data validation was carried out using the documentation, statistical data and survey data cleaning software before building each final country file, followed by semantic analysis to identify inconsistencies and deviations from other country results.
1
The EVS provides information on work, personal finances, the economy, politics, allocation of resources, contemporary social issues, technology and its effect on society, and attitudes towards family life, religion and traditional values. Questions were also asked about respondents' attitudes towards the importance of work and about the subjective evaluation of their job and life satisfaction. Demographic information includes family income, number of children in the family, size of locality, region of residence, occupation of the head of the household, whether the respondent was the family's main earner, marital status and the respondent's age, sex, occupation, education and union membership. We restrict our sample to salaried employees aged 18-65 not in farming/agriculture or the armed forces, resulting in a sample size of 5397 and 5010 observations for males and females, respectively. 
Measures
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Y. Georgellis and T. Lange considered, how satisfied are you with your life as a whole these days?' Values of the job satisfaction variable correspond to responses to the question 'Overall, how satisfied or dissatisfied are you with your job?' The job satisfaction question in the EVS data refers to satisfaction with a specific job with a specific employer covered by specific contractual terms, rather than satisfaction with work or occupation. Whilst acknowledging the existence of a potential conceptual overlap between job and life satisfaction, the use of the above measures is based on the presumption that the relationship between job and life satisfaction is a highly complex one and varies between groups. Mastekaasa's (1984) empirical findings, rejecting the multiplicative model of life satisfaction, further quash criticisms regarding such a conceptual overlap. As Mastekaasa explains, it is unrealistic to expect that individuals are aware of what domains contribute the most to their overall life satisfaction, appealing to the true limitations of individuals' self-insight. Apparently, such limitations are more evident in the case of life satisfaction than in the case of job satisfaction. Based on data from the German Socio-economic Panel, van Praag, Frijters and Ferrer-I-Carbonnel (2003) further confirm the complexity of the relationship between job and life satisfaction by showing that life satisfaction is a weighted average of six domain satisfaction measures, with job satisfaction being one of them. The remaining five domains are health, finance, leisure, housing and environment. In the light of such evidence, we proceed with our investigation to uncover the main moderating factors of such a complex relationship between job and life satisfaction, rather than resigning to the prospect of job satisfaction simply being the only or main component of overall life satisfaction.
The more general issue of the use of single-item measures of complex attitude structures remains a controversial one, as such measures tend to have only marginally acceptable internal consistency (see for example Rose, 2005; Wanous, Reichers and Hudy, 1997) . On a positive note, the metaanalysis of US data sets by Wanous, Reichers and Hudy (1997) gives the use of single-item measures a cautious thumbs-up. Rose (2005) raises similar concerns on the use of single-item measures but he also adopts a more pragmatic attitude towards the use of such measures and proceeds with his analysis of employee despondency in the UK.
Control variables.
The EVS data allow us to control for key socio-economic and demographic characteristics based on data collected and collated in a consistent way across a large number of European countries. Given the well-documented differences in labour market opportunities and occupational strategies between men and women, such differences also dominate the work-life balance debate.
2 Indeed, evidence of occupational segregation along gender lines is well documented in the literature and the debate on whether the pay gap between men and women could be attributed to discrimination is still an ongoing one. Thus, we include a sex dummy variable that allows male and female job and life equations to have different intercepts. However, because the inclusion of a dummy variable alone does not allow for the effects of all other factors to vary across men and women, we also estimate multivariate regressions separately for men and women.
The second main factor we control for is income, reported in the EVS as an ordinal categorical variable capturing the relative position of a respondent in the income distribution, i.e. whether a respondent enjoys low, middle or high income within his or her own country.
Our main variable of interest in this context is the traditional/secular-rational values index in the EVS, which allows us to capture the role of culture and religion as important determinants of how individuals perceive the relationship between job and life satisfaction. We use the traditional/ secular-rational values index as constructed by Inglehart and Welzel (2005) , available in the EVS data set. Inglehart and Welzel (2005) constructed the index based on responses of individuals to a number of questions on their religious beliefs and their attitudes towards work, family and societal values. Low values of the index represent traditional values, reflecting an increased emphasis on the importance of religion, family values, parentchild ties and abortion. A more detailed description of the variables used to construct the index is provided in Appendix A. As the mean values and associated confidence intervals in Figure 1 show, a substantial variability in the traditional-secular values index across countries is evident. Malta is at 2 Examples of recent studies highlighting differences in how men and women value various job attributes include Georgellis and Lange (2007) and Lange (2008) among others.
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the lower end of the spectrum, along with Ireland, Poland, Portugal and Croatia, all countries with strong religious identities and traditional values. Individuals in these countries assign high values to the importance of God and low scores when it comes to tolerance of homosexuality and abortion. At the higher end of the spectrum are countries such as Denmark and Germany, with more secular values, and some of the emerging economies of Eastern Europe including the Czech Republic, Estonia and Slovenia.
In our regression analysis, we also use the constituent variables of the traditional-secular values index, described in Appendix A, as explanatory variables. Other controls include demographic and labour market characteristics, such as age, education, number of children, marital status, whether the respondent is the main earner in the household, union membership, occupation, whether working part-time and size of the town of residence. The sample means of the main variables used in our analysis are shown in Appendix B. As the sample means indicate, compared with women, men in our sample are on average more likely to be the main earner in the household and less likely to work part-time. They are slightly older, less educated, earning higher income, and they are more likely to be married than women. Gender differences in values and beliefs are also evident. Men are less likely to value the importance of God, to view abortion as justifiable and to tolerate homosexuality than women, while at the same time they are more likely to sign petitions and feel national pride.
Analysis
In order to determine spillover, compensation and segmentation groups we follow Judge and Watanabe (1994) . This is based on the presumption that, if the job and life domains are segmented, then it is expected that individuals who report job satisfaction scores at the upper (lower) end of the job satisfaction distribution should report life satisfaction scores at the lower (upper) end of the life satisfaction distribution. That is, in the case of segmented work and life domains, individuals occupy substantially different positions in the job satisfaction and life satisfaction distributions.
To capture such a correlation, Judge and Watanabe use a measure of association, D1, between job satisfaction and satisfaction with life, defined as D1 = ||ZLS| -|ZJS||, where ZLS is the standardized life satisfaction score and ZJS is the Table 1 . As expected, the correlation between job and life satisfaction for the non-segmented group (with low values of D1) is strong and statistically significant for all countries in our sample. In contrast, the correlation between job and life satisfaction for the segmented group (with high values of D1) is weak and not statistically significant. The next step is to identify whether, among the non-segmented groups, the correlation between job and life satisfaction is positive (spillover) or negative (compensation). To this end, we calculate a measure of association between job and life satisfaction D2 = |ZLS -ZJS|, as defined by Judge and Watanabe (1994) , for those in the non-segmented group. Low values of D2 indicate a positive correlation between reported job and life satisfaction scores, while high values indicate a negative correlation. Sorting those individuals in the non-segmented group based on their D2 scores, we compute correlations for consecutive 5% subgroups of lowest to highest D2 scores, and we identify a demarcation point between positive and negative correlations, i.e. between spillover and compensation.
3 These results are summarized in the sixth to ninth columns of Table 1 . For most countries the correlation between job and life satisfaction is positive and significant, supporting the spillover hypothesis, while only a small proportion of individuals belong to the compensation group with negative and significant correlations.
Thus far, it is evident that we utilize spillover and compensation effects as the only plausible hypotheses for observed relationships between job and life satisfaction. This clearly limits the purpose of our analysis. However, we recognize that there may well be other factors that determine the probability of the job-life satisfaction interlink. To explore these factors further, we extend our analysis and use multivariate regression analysis of D1 against the traditional-secular values index, as well as its constituent variables, as the main regressors of interest. These results are shown in Table 2 . In addition, we explore the job-life satisfaction relationship by way of life satisfaction regressions, which include job satisfaction as an explanatory variable. In this context, we pay particular attention to the potentially mitigating power of culture, as defined by traditional and secular values and beliefs. Respective results are presented in Table 3 .
Main results
Taking a closer look at the second to fifth columns of Table 1 , we find that 77.8% of workers in Austria belong to the non-segmented group, i.e. with low values for D1. This implies that their reported job and life satisfaction scores are significantly correlated in a statistical sense, with a correlation coefficient r LS, JS of 0.412. In contrast, only 22.2% of workers belong to the segmentation group. These results are broadly consistent with the results of Judge and Watanabe (1994) based on US data from the 1970s. Based on a sample of 804 individuals from the 1973 and 1978 US Quality of Employment Surveys, Judge and Watanabe (1994) found that only about 20% of the individuals in their sample belonged to the segmentation group, with their job and life satisfaction not exhibiting any statistically significant correlation. Among the remaining 80% of individuals in their sample, with a statistically significant correlation between job and life satisfaction, the majority (68%) were classified into the spillover group, with only about 12% belonging to the compensation group. = |ZLS -ZJS|, where ZLS is the standardized life satisfaction score and ZJS is the standardized job satisfaction score. *Significant at 1%; NS, not significant.
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Luxembourg and the Netherlands). In contrast, the proportion of workers in the segmented group tends to be relatively higher in Eastern European lower GDP per capita countries, such as Bulgaria, Belarus, Croatia, Hungary, Latvia, Lithuania, Romania, Russia, Slovakia and Ukraine. Interestingly, the proportion of workers classified in the segmented group also tends to be higher in some of the more secular, less traditional societies, including Finland and several Eastern European countries (e.g. Bulgaria, Latvia, Lithuania, Russia and Ukraine). 
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portion of workers in the segmented group, albeit at the lower end of the traditional-secular values spectrum.
As the results in the sixth to ninth columns of Table 1 show, for the majority of workers in the non-segmented group, spillover effects tend to dominate compensation effects. In the case of Austria, we observe for the spillover group (64.8% of the total) a positive and significant relationship between job and life satisfaction (r LS, JS = 0.863), while the opposite is true for the compensation group with a correlation coefficient r LS, JS of -0.882. This is a common pattern across all countries in our sample, with spillover rather than compensation effects being the main reason behind any statistically significant correlations between job and life satisfaction. In the context of a work-leisure choice model, the notion of compensation is more plausible when job 
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Although the above analysis allows us to identify segmentation, spillover and compensation groups within each country, disentangling the effect of cultural values from the effect of income and other factors on the propensity of individuals to belong to either the non-segmented or segmented group requires multivariate regression analysis. Table 2 summarizes the multivariate regression (ordinary least squares) results for assessing the factors that affect the propensity of individuals in our sample to belong in the non-segmented or the segmented group. Columns (1)-(3) present the estimated coefficients based on the pooled sample of both men and women, assuming that gender differences in the propensity to belong to the segmentation group are fully captured by the gender dummy variable (Male). However, to assess whether gender is associated with not only differences in the intercept of the regression line but also differences in the slopes, we estimate separate regressions for men and women in columns (4)- (6) and (7)- (9), respectively.
7
As the estimated coefficients suggest, being the main earner in the household has a negative and significant effect on D1, implying an increased propensity for main earners to belong to the non-segmented group. However, estimating the model separately for men and women reveals that the effect of being a main earner is statistically stronger for men than it is for women. This has been explained by reference to conventional expectations of gender roles, responsibilities in the home and men's sense of adequacy as the family's main breadwinner, with women deriving satisfaction from the ability to access financial resources (Crowley, 1998; Menaghan and Parcel, 1990; Stanley, Hunt and Hunt, 1986) . Working part-time increases the propensity of individuals to be in the segmentation group, with an effect that is also stronger for men than women. This perhaps reflects the fact that part-time work may be the result of constraints or inferior labour market opportunities that women are more likely to face compared with their male counterparts.
We find that the presence of pre-school children weakens the link between job and life satisfaction for women consistent with the view that the presence of pre-school children changes working mothers' priorities so that job satisfaction is less likely to affect the life satisfaction domain. In contrast, there is some weak evidence that the presence of teenage children results in a strengthened link between job and life satisfaction for women. Both findings are consistent with results by Kiecolt (2003) , which suggest that families with children under age 6 are less likely to find work a haven, whereas having schoolaged children including children in their early teens increases the likelihood of high work-home satisfaction. A more direct link between the presence of pre-school children in the household and mothers' labour supply is also well established in the literature. Within a household allocation of time and household production context, the presence of pre-school children and the associated childcare costs results in a specialization within the household whereby women devote proportionally more time to home production rather than market work than men do. Such a specialization could be further reinforced by cultural values that demarcate gender roles in the work and family domains. In a similar vein, and perhaps not surprisingly, married individuals are less likely to belong to the segmented group, with their life and work domains likely to be linked, compared with individuals who were never married (the reference category for marital status). satisfaction affects the marginal utility or the cost of other activities. In this case, we should expect that individuals devote less time to dissatisfying jobs, so that they have more time to spend on satisfying activities, an effect that should be reflected in observed hours of work and time allocation patterns. In the absence of detailed time allocation information in the EVS, we could only indirectly test this hypothesis using available information on time spent with friends, time spent with colleagues from work, time spent with people of one's church, and time spent with people at sports, cultural and community clubs. Simple t tests of the equality of means revealed that unhappiness at work is associated with less time spent with friends, less time spent with people from own church and less time spent with people in sports and social clubs. We found no significant link between low job satisfaction and time spent with colleagues from work. These results are suggestive of the possibility that unhappiness at work spills over to the life domain, which is consistent with the findings in Table 1 . Although beyond the scope of the present analysis, a more comprehensive analysis of how job satisfaction impacts upon time allocation patterns would certainly be a fruitful way forward in the work-life conflict debate.
Note that the Male dummy variable is omitted in columns (4)-(9).
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The results also show that although for both men and women higher educational achievement increases the interplay between life and job satisfaction, such an effect is stronger for men than for women. Certainly, the interplay between job and life satisfaction is not likely to be stronger for women with middle-level educational achievement compared with those with low education. In contrast, even middle-level qualifications strengthen the link between the job and life domains. In a similar vein, the results suggest that, as individuals move up the income distribution scale, the association between job and life satisfaction becomes stronger for both men and women. Our findings on the role of income as a determinant of whether job and life satisfaction are correlated are consistent with findings by Fahey, Whelan and Maitre (2005) who note that across 28 European countries income goes hand in hand with the quality of life. They contend that broadly speaking better off EU countries, including a number of previous communist nations, have a higher quality of life, as measured by both observable and subjective (self-reported) measures, than poor EU countries. However, how income affects the relationship between job and life satisfaction remains a controversial issue, especially in the light of an ongoing debate about whether income could buy happiness. As Easterlin (1975 Easterlin ( , 2001 argues, income growth does not cause well-being to rise, either for higher or lower income persons. This is because increases in income generate equivalent growth in material aspirations, with a negative effect on well-being. In contrast, Frijters, Haisken-DeNew and Shields (2004) note that significant increases in household income in the regions of East Germany post German unification led to sustained gains in life satisfaction over time, implying that income does buy happiness after all.
The positive and significant coefficient for traditional-secular values suggests that for individuals with less traditional values the association between job and life satisfaction is weaker than for those who hold more traditional values. Inglehart and Baker (2000) explain this result when reporting on a significant and positive correlation between traditional values and the statement 'Work is very important in a respondent's life'. They also observe that secular values emphasize the opposite. In columns (2), (5) and (8) we add whether work is important for individuals as an additional explanatory variable. As the results show, individuals who believe that work is very important or rather important are less likely to belong to the segmentation group, i.e. have high values of D1. This is true for both men and women. What is more, adding the importance of work in the regressions does not mitigate the effect of the traditional-secular values index, whose influence on D1 remains positive and significant.
In columns (3), (6) and (9), we replace the traditional-secular index with variables that were used to construct it in an attempt to identify which one of the constituent components of the index drives the results.
8 It becomes apparent that the impact of interpersonal trust features prominently among these variables. In previous studies, higher levels of trust have been linked with higher levels of well-being and happiness in life, even after controlling for other sociodemographic variables (Helliwell, 2003) . Similarly, interpersonal trust in an organizational setting has been shown to have a significant and positive impact on job satisfaction and other workplace attitudes and behaviours (Dirks and Ferrin, 2001 ). Our results suggest that interpersonal trust also serves as a strong predictor of the probability that job satisfaction and life satisfaction are correlated. As the estimated coefficient indicates, trusting others has a negative effect on D1, implying a higher probability that the work and life domains are related. This finding builds on results by Liou, Sylvia and Brunk (1990) who show that the impact of social trust on work and non-work factors supports the spillover hypothesis.
9 It is also complementary to observations in the psychology and organizational science literature, which link interpersonal trust in a non-work setting to both positive views and behaviours in life and 'organizational citizenship', i.e. individual cooperative attitudes and behaviours at the level of the firm (van Dyne et al., 2000; Rotter, 1980). 8 To avoid potential endogeneity problems, the general happiness variable has been excluded from the list of individual constituent components.
Further results
A complementary approach to examining the job-life satisfaction relationship is to run life satisfaction regressions including job satisfaction as an explanatory variable.
Such an approach is consistent with the 'bottom-up' view that job satisfaction is one of the components of life satisfaction. Indeed, van Praag, Frijters and Ferrer-I-Carbonnel (2003) show that life satisfaction is a weighted average of six domain satisfaction measures, with job satisfaction being one of them.
10 Building on this assertion, we expect a positive correlation between the job and life satisfaction variables. The aim of the multivariate approach in this section is to identify whether such a correlation is statistically significant. What is more, in the spirit of the value-as-a-moderator model (Oishi et al., 1999) , which postulates that individuals weigh value-congruent domain satisfactions more heavily than value-incongruent domain satisfactions, we wish to explore whether the job-life satisfaction relationship is mitigated by salient cultural values and beliefs. Table 3 summarizes the respective results.
Column (1) shows the estimated coefficients of a baseline life satisfaction equation, controlling for standard demographic and labour market characteristics. The job satisfaction estimated coefficient implies a strong positive correlation between the two variables, consistent with the presence of a strong link between the work and life domains. However, when we add an interaction term between job satisfaction and the traditional-secular values index (in column (2)), we find that traditional-secular values exert a statistically significant mitigating effect on the link between job and life satisfaction. As the negative and significant coefficient of the interaction term suggests, the link between job and life satisfaction is weaker for individuals with less traditional values and beliefs. The same pattern emerges in the results based on separate samples for men and women in columns (5) and (8), confirming that predictors of the job-life satisfaction relationship vary across cultures, depending on salient cultural values.
In columns (3), (6) and (9), we interact job satisfaction with the individual components of the traditional-secular values index. Two main effects stand out in these results. Religion, as captured by the importance of God, reinforces the link between the work and life domains. The same is true for national pride, whereby the link between work and life domains is stronger for individuals with an enhanced sense of national pride. There is also some evidence that trusting others reinforces the link between job and life satisfaction.
Taken together, the results of this complementary analysis are broadly consistent with our earlier findings based on the Judge and Watanabe approach, in that there is a strong positive correlation between job and life satisfaction, consistent with the spillover hypothesis. Furthermore, these results also confirm the importance of traditional versus secular values as important mitigating factors of the job-life satisfaction relationship.
Discussion
Although a number of studies examine the interplay between job satisfaction and life satisfaction, they generally fall short of identifying the proportion or characteristics of individuals by spillover, compensation and segmentation relationships (see for example Bamundo and Kopelman, 1980; Heady, Veenhoven and Wearing, 1991; Iverson and Maguire, 2000; Keon and McDonald, 1982; Near and Rechner, 1993) . In this respect, the Judge and Watanabe (1994) study is particularly notable and is replicated in this paper with more recent, multi-country data. In addition, our multivariate analysis offers a number of findings informing the ongoing debate on the processes affecting the work-life interlink and the impact of traditionalism and secularism on socioeconomic phenomena (e.g. Alm and Torgler, 2006; Fargher et al., 2008; Guiso, Sapienza and Zingales, 2006; Kamenou, 2008; Stavrou and Kilaniotis, 2010) .
It emerges that there is a significant variation and heterogeneity in the proportion of workers 10 The remaining five domains are health, finance, leisure, housing and environment. Heady, Veenhoven and Wearing (1991) review the existing controversy in subjective well-being (SWB) research as to whether domain satisfaction measures cause SWB (bottom-up causality) satisfaction or whether the causality runs the other way from SWB to domain satisfaction measures (top-down causality). They shed light on this debate by using panel data techniques on Australian panel data.
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belonging to the segmentation group across European countries. We find that in higher GDP per capita countries only a relatively small proportion of workers (about 20%) belong to the segmentation group, while this proportion is higher in Eastern European and lower GDP per capita countries. The proportion of workers belonging to the segmentation group is also generally higher in more secular, less traditional societies. Interestingly, we find that across all European countries it is spillover rather than compensation that is behind the high correlation (non-segmentation) between the work and life domains. Furthermore, the results based on separate multivariate analyses for men and women confirm the importance of gender as a moderating factor in the interplay between job and life satisfaction. In fact, gender differences in the work-life interlink retain a statistically significant influence even after controlling for culture, as captured by reference to secular versus traditional values. In this respect, our study introduces gender and culture as two important dimensions in the work-life interface debate and in the quest for a better understanding of the processes affecting such an interface. Specifically, our multivariate analysis reveals that the effect of being the main earner in the household was an increased propensity to belong to the non-segmented (compared with the segmented) group, which was stronger for men than for women. Similarly, the effect of working part-time displayed an increased propensity to be in the segmentation group, which was again statistically stronger for men than women. The effect of the presence of pre-school children, on the other hand, was found to be stronger for women than for men. Such clear demarcation lines could potentially be explained by reference to culture and traditional values. In fact, previous research has argued that differences in gendered work versus social and leisure time preferences can be accounted for by different cultural conceptions (e.g. Manrai and Manrai, 1995) . However, it is notable that in our study we explicitly control for cultural values but still arrive at substantial gender differences. We deduce that gender differences in the work-life interlink cannot be fully explained away by different cultural values.
Notwithstanding the limited explanatory role of cultural values in this specific context, our analysis has shown that predictors of the job-life satisfaction relationship vary across cultures and that such cross-cultural variations are systematically related to salient cultural values. These findings have important implications for existing theories in the subjective well-being arena. What is more, they raise important questions about their universal application. For example, since cross-cultural variations are closely linked to salient values and beliefs, should self-determinist researchers (e.g. Deci and Ryan, 1985) still posit universally desirable goals? In the absence of controlling for cross-cultural variations, is Maslow's (1970) universal need-gratification theory indeed still universally applicable? Although these theories and their assertions have informed discussions and scholarship in the managerial and psychological realm for decades, in view of our findings we suggest that a significant degree of scepticism may be advisable.
Limitations and future directions
Although we contend that our analysis constitutes a worthwhile endeavour, it is nevertheless important to bring some limitations of our study to the reader's attention. As mentioned earlier and without recapitulating at length, we are constrained by the existence of a potential conceptual overlap between job and life satisfaction and single-item measures of complex attitude structures, which are described in more detail in the data section of this analysis. What is more, our data are cross-sectional in nature, which imposes design limitations to following trends and changes over time and thus restricts our ability to disentangle causality considerations. In the absence of longitudinal data our analysis cannot rely on fixed-effect estimations to control for time-invariant factors. Finally, it is worth mentioning that we examine self-reported data, which are reported to suffer from several biases. We unreservedly acknowledge these constraints, but take comfort from observations by Diener and Suh (1997) and Schimmack and Oishi (2005) who note that self-reported measures of well-being possess adequate validity and reliability.
In terms of scope for future research we suggest that our analysis could be extended to include a larger set of countries, with more salient cultural differences, which we conjecture 450
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will further strengthen our findings on the role of religion, trust and family values as important influences on the job-life satisfaction relationship. Assuming the availability of detailed time allocation information in survey data across countries with salient cultural differences, a more comprehensive investigation of how unhappiness in the work domain could manifest itself in time allocation patterns in the life domain would be of particular interest. Finally, since many economies have experienced economic growth and westernization, cultural adaptation may become an emerging phenomenon. To this end, longitudinal data would add considerable value, and future research could examine societal changes by documenting a possible shift in cross-cultural predictors of the job-life satisfaction relationship within-and across-nation changes over time. 
